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ABSTRACT: 
Australian and Chinese graduate management education curricula indicate similarities in 
approximate programme weightings of general business units, specialist core management, and 
elective units. This paper takes an open systems perspective to propose that to provide optimal 
learning environments (the transformation process) for the management graduate (the product 
output), requires resource inputs from academe, from professional associations, the 
community, and from industry. The transformation process comprises education in the theory 
and practice of management, general business knowledge and skills, and pedagogy that extends 
to industry experience and reflection. Curriculum design needs to remain research-based 
academically and industry-focused to educate graduates who can become competent and 
responsible managers in the community. The implications for management education and 
development are raised for discussion. 
Keywords:  
     
 
EDUCATING THE MANAGEMENT PROFESSIONAL 
There are no mandated qualifications for calling oneself a manager, and formal education for 
management varies across levels and areas (Schermerhorn, et al., 2014). Few would disagree that 
managers need theory-based knowledge and skills, along with personal characteristics of intelligence, 
integrity and energy. Knowledge is usually acquired through education with an emphasis on the 
assurance of learning expressed in qualifications; skill overlaps knowledge and ability, for 
competency, based on learning and experience. This underlies profound and acknowledged long-term 
philosophical differences in educational approach (Boyatzis, 1982): In this context, knowledge has its 
value in management when it is applied practically in the service of the organisation and the 
community.  
 
The profession of Management as based on a generic body of knowledge and skill is 
becoming increasingly sophisticated in its demand for qualifications. The Bachelor of Business 
(BBus) with a major in Management or a Management area is a common three-year undergraduate 
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preparation. The graduate generalist business qualification is the Master of Business Administration 
(MBA), which while undertaken normally after a bachelor degree, does not specify that the bachelor 
degree must be in a business discipline. Post-graduate specialisation in Management may be a Master 
of Business (Management) (MBus(Mgt)), or in a specific application such as in Project Management 
or Human Resource Management. Other well-known discipline areas include Financial Management 
and Operations Management, Marketing Management, and Public Sector Management. These 
Management majors stand alongside disciplines and professions such as Accounting, and Economics.  
 
The debate about priority of experience (e.g. through placements and internships) over and 
above ‘knowledge about’ or even ‘knowledge how to’ (skill) has been underway for many years. For 
example, Management researcher Henry Mintzberg famously criticised the multi-million dollar MBA 
education sector for its excessive emphasis on knowledge at the cost of a balancing emphasis on 
practical application (Mintzberg, 2004). His critique highlighted not just the debate, but also the fact 
that most management education now balances learning theory and knowledge and the acquisition of 
competence and practical skills through placements, and internships, and real world projects. Some 
business schools base their entire pedagogy on models of Work-Integrated Learning (Margaryan, 
2006), and Work-Applied Learning (Abraham, 2012). In the quest ethical sustainability and industry 
relevance, Management education is increasingly being discussed in relation to values, methods, 
research and stakeholder dialogue. These topics are well and thoughtfully examined in other places 
such as the World Business Council for Sustainable Business and the U.N. -backed Principles of 
Responsible Management Education (Muff, et al., 2013).  
 
Corporate Academies  
Independent of university business schools, corporate academies offer management education 
to their employees, in  organisations such as General Electric, Boeing, and Royal Dutch Shell (RDS). 
Corporate academies afford employees access to their own leaders in an environment where 
commercially-sensitive discussions and cases can be used to address the organisation’s real world 
problems. These academies aim not at duplicating university-based or business school management 
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education, but supplementing them, with specialised and contextualised professional development and 
talent management. For example, RDS has a focus on its core business through its Shell Project 
Academy, operating worldwide to develop higher competence in project management. Formats used 
in corporate academies mostly blend face-to-face with online courses providing ‘digital’ technology 
learning opportunities. Some corporate academies offer personalised applications as MOOCs 
(massive open online courses) and SPOCs (small private online courses), e-coaching, and online 
simulations. An example is the cloud-based Danone Campus: a mobile multiplatform for learning, 
with in-person classroom experiences that are high impact and immersive (Benson-Armer, Gast, & 
Van Dam, 2016). However, even the most enthusiastic advocates of online education allow that 
classroom and theory orientation, blended with real world experience and digital learning, may offer 
the most effective pedagogy.         
 
Management Education in Australia  
 
In Australia, there are two broad academic paths of graduate qualifications in Management: 
The MBA is a generalist business qualification, with units of study in management only a relatively 
minor part of a broad graduate qualification in Business Administration. Most business schools 
differentiate clearly between the generalist MBA and the more focused MBus (Mgt). Market forces 
are driving employing organisations to demand ever higher levels of competence and qualification in 
their Management professionals. So-called ‘entry-level’ qualifications are the BBus(Mgt) or other 
major such as HRM, Accounting, Economics, Finance, or marketing, and the comprehensive 
MBus(Mgt). Typically, business schools aim to provide a foundation knowledge in business with a 
specialist qualification in Management. Increasingly the market is expecting this academic 
foundation, along with some practical experience gained through internships or other means of 
workplace learning (Richards, 2015).         
 
The curricula of management education are typically based on the business school academics’ 
judgment of what is appropriate theory and practice knowledge and skill to provide those professional 
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competencies demanded by the market. Neither Australia nor China has a national professional 
association for management professionals that establishes standards for course content, as some 
professional associations do in various management specialties. For example, the professional 
association for HR professionals accredits HRM education courses, on behalf of the wider profession 
(Davidson, 2015).   The Australian Institute of Management (AIM) potentially influences curricula 
content in the area of Management, although thus far this influence is more potential than actual.  
 
The research presented at conferences held by the Australian and New Zealand Academy of 
Management (ANZAM), by the US-based Academy of Management (AOM), and the British 
Academy of Management (BAM), along with other similar academic associations and scholarly 
publications, contribute the research base to guide Management Education curricula. Other forces 
influencing decision making come from teaching experience, from market demands, and from think 
tanks and bodies of one kind and another (Karpin, 1995).  
 
Most curricula vary in their content emphasis (e.g. on sustainability, or entrepreneurship) and 
in specialisation (e.g. a major in Marketing Management is different from a major in Finance 
Management). However, there appears a convergence in most having general business units, core 
management units, and electives. Addressing the question of curriculum content has long been the 
subject of extensive research and comment by professional and academic stakeholders (Davidson, 
2014). A sensible conclusion is that management education needs to be evidence-based in content and 
industry-relevant in skill formation, as well as socially responsible to the community and global 
environment.  
 
Chinese Tertiary Education Programmes in Management 
 
In China, management professionals typically undergo a somewhat different academic 
preparation for their roles. There are two broad paths of entry into the profession of 
management via university qualification: the four-year undergraduate Bachelor degree in 
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Management (which includes Public Sector Management and Business Management), and 
either the three-year or two-year postgraduate research-oriented generalist Master of 
Management or the professional Master (MBA and MPA) (the latter requiring at least two years 
prior work experience).  
  
An extensive review of management research in China (Cooke, 2009, p. 27) identified 
that ‘there are insufficient dialogues among the community of Chinese business and 
Management researchers which are crucial for knowledge building, integration of literature and 
theoretical advancement’. Now, management education is seeking a balance between 
consistency and standardisation provided by centralised advice, and responsivity to local 
industry requirements.  
 
The curricula of university courses are typically based on the Education Guide issued 
by the Management Discipline Guidance Committee of China Ministry of Education. The 
committee is composed of senior academics. As management is seen as belonging to both 
Public Sector Management and Business Management, sources of guidance in content and 
teaching of curricula are provided from both areas to the universities. Each university’s 
Management School develops its own education program for the undergraduate and 
postgraduate majors in Management by reference to this Education Guide.  
 
In 2016, China entered into the Washington Accord, an international agreement 
between most Western countries that promotes student-centred learning and outcome-based 
education, this is prompting local committees in universities to establish stakeholder 
committees of academics and Management professionals, to align their curricula with local 
industry needs.   
 
It is proposed that the professional development sought by China and in Australia is most 
likely to be achieved through a collaborative relationship between the stakeholders in Management 
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Education. The challenge for curriculum planners, is to use evidence-based decision making while 
remaining true to a national identity with contextual relevance (Warner, 2010; Zhu, Zhang & Shen, 
2012). 
 
The table below illustrates typical Australian and Chinese master level curriculum structures.   
Insert Table 1 here 
The table shows that in both countries, the master level degree in Management typically is 
one third each of general business content, core management and electives, to allow students to 
specialise in selected areas in or related to Management. There is no one national association for 
management professionals in China, and nor is there a parallel process in Management parallel to 
HRM, in either Australia or PRC.  
 
Accreditation of business schools is a high priority in tertiary business education, with 
universities using accreditation to embed quality assurance and continuous improvement processes, as 
well as to claim prestige and reputation, marketing, in a lucrative, competitive, and crowded 
educational environment. The Association to Advance Collegiate Schools of Business (AACSB) in 
the USA and the European Quality Improvement System (EQUIS) in Europe are recognised as the 
most influential quality agencies in tertiary education, with accreditation by either or both associations 
being highly sought after internationally. Graduate management education is a mature and 
competitive market for domestic and international students.  
 
There is some latitude for individual universities and business schools to determine the 
content and structure of their management degrees that will provide the knowledge and skills 
necessary for management professionals to undertake their emerging roles. Variations in content and 
emphasis reflect diverse priorities across business schools. There is an assumption made that such 
institutions will have degrees that have been developed with the needs of various stakeholders 
represented, and designed and delivery to ensure quality outcomes for the professions involved. 
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IMPLICATIONS FOR MANAGEMENT EDUCATION 
 
Management professionals need to have a foundation in generalist skills in Business 
Management, along with knowledge and skills in a variety of core and specialist areas. This balance 
appears to guide curriculum decision making (Schermerhorn, et al., 2017).  
  
Further, there is a demand for graduates to be ‘work-ready’ with relevant content knowledge 
and skills that can be employed in the globalised workplace (Schmidt, 2015). It is logical that 
management educators collaborate with professional associations, and with community and industry, 
who represent their ‘customers’.  
 
This raises the question of how students ought to be educated for management roles. The 
traditional information-based educational methodologies are outmoded and likely to be too rigid to 
adapt to contemporary conditions. While expecting students to know the theory and research that 
supports it, there is the increasing demand from industry for critical skills and the ability to reflect on 
learning (Davidson, 2014). 
   
Transformation Process 
 
The curricula are likely to reflect the resource inputs from academe, from professional 
associations, and from community and industry itself as the ‘customer’ of the educational output – the 
competent and responsible management professionals in the community. 
 
This is depicted in the model in figure 1 below. 
Insert Figure 1 here 
   
The pedagogical ‘how’ of the transformation process is likely to rely less on the straightforward 
transmission of information and more on the professional development of the student (Muff et al., 
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2013). Implications for management education include the use of technology to enable cross-cultural 
work experience during the student’s programme, along with internships and occupational placements 
to provide real-world experience that facilitates. In an increasingly globalised market, international 
business competencies are likely to be seen as threshold rather than optional extras. Education 
programmes will need to incorporate approaches and content to deliver on this emerging workplace 
skill set (Langbert, 2005). The assessment and reporting function provides a mechanism for the 
assurance of learning, emphasising that the transformation process is in a dynamic relationship with 
the product output (the graduate management student).  
 
Thus, it can be expected that management education will prepare students for the globalised 
workplace, with expectations of mobility and cross-cultural competence and interpersonal skills. 
Concepts of student-controlled group learning around specific scenarios and issues in management are 
not new and have been well canvassed (Davidson, Southey, & Williams, 1995). Recommendations 
such as global immersion, reflective learning and the emphasis on critical thinking made over a 
decade ago are still relevant (see for example Bigelow, 1994; Rinesmith, Williamson, Ehlen & 
Maxwell, 1989; Weick & Van Orden, 1990). They continue to appear in business education journals 
(Bisoux, 2011; Shinn, 2011).  
 
Looking ahead, to maximise relevant learning and thus job-ready competence, it is also likely 
that there will be a greater management curricular interest in placements, internships, and work-
integrated learning (WIL) (Abraham, 2012). WIL provides students with an opportunity to integrate 
academic learning with ‘real-world’ experience and encourages both industry feedback on individual 
capability and self-reflection (Jackson & Wilton, 2016, p. 16).  
   
QUESTIONS FOR CONSIDERATION 
  This paper takes an open systems perspective of graduate management education in Australia 
and China. This encourages the following questions:  
 
  10
1. Alignment of one third each of generalist business content, core management content, and 
electives allowing specialisation depending on the student and the context. This alignment 
raises the question of whether an overall convergence of curricula priorities reflects industry 
needs and priorities in both countries. 
 
2. This commonality across the two national curricula is likely to be significant when 
considering student exchanges and internships internationally. The demand is for the 
globalised graduate to be mobile and inter-culturally competent through learning and 
experience. This invites the question of how this demand is to be addressed.  
 
3. Inputs to the graduate curriculum are sourced from academe, on the basis of evidence-based 
decision making), and from the ‘customers’ – industry – who know what skill sets they 
require in entry-level as well as senior management professionals. The question remains 
about the nature and extent of influence by professional associations on curriculum 
development. 
 
4. The emphasis on graduates’ emerging with job-ready capability is likely to require business 
schools to engage with industry directly through alliancing in work-integrated learning design 
and various practicums, internships, placements, and other international experiences that 
contribute to a globalised education. It is proposed that an alliance model for work-integrated 
learning that involves management educators communicating directly with professional 
associations, community and industry will ensure students graduate with real world 
capability. 
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Table 1 
Indicative Australian and Chinese Master Level Degree Content     
Units by Groups Australian Master Level Degree 
Structure (duration 2 years) 
Chinese Master Level Degree 
Structure (duration 2 or 3 years) 
Generalist 
Business units 
Management Theory and Practice 
Strategic Analysis 
New Venture Management 
Marketing Management 
Managing in a Globalised Economy 
Self Leadership 
 
 
Introduction to Management 
Economics and Statistics 
Strategic Management 
Marketing and promotion 
Mao Zedong and Socialism with 
Chinese Characteristics  
English 
Commerce Law 
 
Core MGT units  HRM Theory and Practice 
Organisational Behaviour 
Talent Management 
Managing the High-Performance 
Organisation 
Consulting and Change Management 
Leadership and Executive Coaching 
Finance 
Operations Management 
 
Labour Relationship Management 
Organisational Behaviour 
Job Analysis 
Testing and Evaluation of Personnel 
Quality 
Compensation Management 
Training and Development 
Project Performance Management 
Operations Management 
For MPA, add: Local Government 
management,  Public Administration, 
Social security Fund Management, 
Public Safety Crisis Management   
Electives Project Leadership 
International HRM  
Strategic HR Development 
Business in Australia 
Cross-Cultural Negotiation 
Applied Economics 
Financial Accounting 
Business and Corporations Law  
 
Supply chain Management 
Strategic Management 
Research Methods 
Financial Management 
Cross-cultural Management 
Finance Management 
Accounting 
Labour Policy Analysis 
Knowledge Management 
HRM Professional English 
Supply chain Management 
For MPA, add:  Welfare economics,  
Senior government Affairs Etiquette 
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Figure 1: Management Education Open Systems Model 
 
 
 
 
